Counterproductive Work Behaviour in Nigeria: Validity and Reliability Analysis of the Research Instrument by ISAH, HADIZAT GARBA
 Asian Journal of 
Multidisciplinary Studies 
ISSN: 2321-8819 (Online) 
           2348-7186 (Print) 
Impact Factor: 1.498                     
Vol.4, Issue 8, July 2016 
 
   
 
                                                                       Available online at www.ajms.co.in 110 
Counterproductive Work Behaviour in Nigeria:  
Validity and Reliability Analysis of the Research Instrument 
 
Hadizat Garba Isah 
Husna Bt Johari 
School of Business Management, College of Business,   
Universiti Utara Malaysia.  
Abstract: The objective of this study was to explore a within-subjects experiment on the factor 
structure,  validity, and reliability of counterproductive work behaviour, psychological contract 
fulfilment, self-esteem, Machiavellianism and moral identity. The study adopted survey approach 
to collect 63 usable questionnaires from Nigerian National Petroleum Corporation (NNPC) 
corporate headquarters in Nigeria as one of the strata. The validity of the instruments was 
examined by a panel of experts and reliability of the data was analysed using SPSS v22 and 
SmartPLS v3.2.2. Also, the Exploratory Factor Analysis (EFA) for those scales yielded a 2-factor 
structure for each variable with the standard fit. The results confirmed the validity and reliability 
of the instruments adapted in this study. 
Keywords: Counterproductive work behaviour, Psychological contract fulfilment, Self-esteem, 
Machiavellianism, Moral identity, Validity, and Reliability. 
1.0 Introduction  
Counterproductive work behaviour has 
progressively become a prominent area of 
investigation by management, organisational 
psychology, sociology, criminology and academic 
researchers (Shamsudin, Chauhan, & Kura, 2012). 
Plausibly due to its prevalence and negative 
consequences for individuals and organisations. An 
example of such behaviour includes abusive 
behaviour, physical and verbal aggression, 
sabotage, theft, absenteeism, misuse of 
information, delays, poor attendance and poor 
quality of work. Extant empirical studies suggest 
that CWBs negatively decreased employee’s 
productivity and also lead to an increase in 
turnover  (Spector & Fox, 2002). Prior studies have 
also demonstrated that CWBs among employees 
could give rise to a grown in job dissatisfaction. It 
could also result to increase in psychological stress, 
such as negative emotions and poor attitude to 
work (Dunlop & Lee, 2004). 
Apart from economic impact, psychologically, 
Cowen and Marcel (2011) suggested that CWBs 
negatively affects both organisation and the 
individual who engages in such behaviour 
especially when they are exposed. Also, Griffin, 
O’Leary-Kelly and Collins (1998) pointed that 
employees who display counterproductive 
workplace behaviours are more likely to have a 
lack of confidence at work, experience low self-
esteem as well as an increased in physical and 
psychological pains. The incidence of CWBs is a 
global issue including developing nations and 
especially Nigeria.  
When considering the reported cases of fraud, 
corruption and unethical behaviour in Nigeria, 
cases of fraudulent behaviour have been a 
commonplace. Agbiboa (2014) estimated that 
Nigeria lost about $440 billion to corruption. 
Similarly, there are frequent media reports of 
occupational fraud especially those committed by 
government officials. Furthermore, about 72% of 
the people studied by Transparency International in 
2013 said that there is increased in the level of 
corruption, a higher percentage when compared to 
other countries in the world. Furthermore, the 
statistics show that 69% believes that public 
officials are most corrupt, and 66% of the 
respondents portray that the judiciary was corrupt 
(Transparency International, 2013). According to 
Transparency International’s report, corruption in 
Nigeria accounts for about 20% of country’s GDP. 
It is painful to acknowledge that the country was 
tagged among the top corrupt nations in the world.  
Also, Idiakheua and Obetoh (2012) posit that 
Nigeria as the country encourages corruption by 
recognising those that steal from their 
organisations, mostly the civil servants by 
awarding them with prestigious titles including 
national honours. United States has categorised 
Nigeria as a corrupt country in the world with a 
poor governance record, where discrimination 
against women in the workplace and less privileged 
have been a common place (Niyi, 2014).  
Despite these statistics and incidence of CWBs in 
developing nations, most of the studies on CWBs 
were mainly conducted in developed countries, the 
developing and underdeveloped countries received 
little attention in this regard. Furthermore, 
employees working in the developing or under-
developed countries are living in much more 
miserable conditions than the developed countries 
(Nasir & Bashir, 2012). These facts necessitate a 
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study that can identify measures in mitigating 
counterproductive work behaviour especially in 
developing nations like Nigeria. To prevent 
counterproductive work behaviour, we have to 
consider both individual characteristics and 
organisational situation. Hence, the primary 
purpose of this study is to conduct a pilot test on 
counterproductive work behaviour, psychological 
contract fulfilment, self-esteem, Machiavellianism 
and moral identity in preparation for the main 
study. 
2.0 Literature Review 
2.1 Counterproductive Work Behavior  
Counterproductive work behaviour (CWB) is a 
volitional act that harms or intends to harm 
organisations or people in organisations (Spector, 
2011). The severity of this act ranges from minor to 
serious offences such as stealing a pen to 
embezzling millions from an organisation.  They 
may occur at the organisational or interpersonal 
level. At the organisational level are behaviours 
directed towards the organisation these include 
behaviours such as intentionally working slowly, 
fraud and theft. CWBs at the interpersonal level are 
actions that affect the employees within the 
organisation and include acts such as aggression, 
favouritism, gossiping and harassment (Isah & 
Johari, 2016).  
2.2 Psychological Contract Fulfilment  
Psychological contract fulfilment is a state where 
individuals perceived their employer met or 
exceeded their commitments toward the employees 
(Rousseau, 2010). Research has established a two 
dimension of psychological contract fulfilment 
such as transactional and relational psychological 
contracts fulfilment (Freese & Schalk, 2005; 
Rousseau, 2000). 
2.3 Self-esteem  
Self-esteem as an individual appraisal of his or her 
value. People with high in self-esteem tend to see 
themselves as capable, significant and worthy, 
whereas those with low in self-esteem often doubt 
their abilities and are suspicious about their self-
worth (Rosenberg,1979). 
2.4 Machiavellianism  
Machiavellianism refers as a manipulative or 
destructive personality that can cheat, lie, deceive 
and having an alternative view of morality (Christie 
& Geis, 1970). High Mach-individual tends to 
cheat and deceive, unlike individual with low-
Mach.  
2.5 Moral Identity  
Moral identity described as chronic accessibility of 
personal moral traits in one’s self-concept (Aquino 
& Reed, 2002). The current study assumes that 
moral action is the product of reasoning process, a 
conscious and deliberative moral behaviour in 
organisations.   
3.0 Methodology   
Procedure and Participants 
This pilot study was conducted to validate the 
research instrument and to ensure that the 
techniques are adequately efficient for further 
study. The survey research design was adopted, and 
it was based on individual employees as the unit of 
analysis. Instruments of measurement used were 
adapted from past research developed by well 
establish scholars. The survey included 
demographic variables, measures of 
counterproductive work behaviour, psychological 
contract fulfilment, self-esteem, Machiavellianism 
and moral identity. 
The research involves voluntary participations by 
lower management employees from Nigerian 
National Petroleum Corporation (NNPC) corporate 
headquarters Abuja, in Nigeria as one of the strata. 
Also, the study used the questionnaire as the 
method of data collection, the items of the 
questionnaire were on five-point Likert scale. 
Therefore, a total of 100 questionnaires were 
passed to the Human Resource Department who 
had helped to distribute to their employees.  
However, only 72 questionnaires are retrieved, 
after discarding unusable questionnaires, only 63 
usable responses were processed. 
In line with this study firstly, factor analysis was 
conducted to structure the scale, by using SPSS v22 
followed by validity and reliability to ascertain the 
items on measuring the intended constructs and the 
study use SMART PLS v3.2.2 to test. 
3.1 Measurements  
Counterproductive Work Behaviours 
A total of 10 items revised version Spector et al. 
(2010) of CWB-Checklist by Spector et al., (2006) 
were adapted. The respondents were asked to 
indicate the extent to which they typically engaged 
in counterproductive behaviour at work. All the 
elements for counterproductive work behaviour 
scale adapted in this study were scored by using a 
scale ranged from 1 (never) to 5 (always). 
 
Psychological Contract fulfilment  
In measuring psychological contract fulfilment, six 
items were adapted from Rousseau (2000) 
Psychological Contract Inventory (PCI) scale 
recommended by Freese and Schalk (2005) as the 
best measure of the psychological contract 
fulfilment. Self-ratings was applied to each item on 
the psychological contract using a scale ranging 
from 1 (not at all) to 5 (to a very great extent). 
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Self-Esteem  
In the present study, all the ten items of the self-
esteem Scale developed by Rosenberg (1965) 
review by (Blascovich & Tomaka, 1991) were 
adapted to measure the self-esteem. Rosenberg 
(1965) is the most widely used measure of self-
esteem, and it was used in 25% of the published 
studies (Demo, 1985). Respondents rated their 
perception using scale ranged from 1 (Strongly 
Disagree) to 5 (Strongly Agree). 
Machiavellianism 
To measured Machiavellianism, fourteen items 
were adapted from Christie and Geis (1970) Mach-
IV scale; participants were asked to indicate the 
extent to which they manipulate others at work. 
The study also dropped six items from the Christie 
and Geis (1970) scale as they were deemed to be 
irrelevant to NNPC employees’ job in the Nigerian 
context. The participant was rated their Mach-
behaviour using scale ranged from 1 (strongly 
disagree) to 5 (strongly agree). 
Moral Identity  
To measured moral identity at work, ten items were 
adapted from Aquino & Reed (2002) moral 
character scale. It assesses how important a moral 
identity is to the self. Moral identity was evaluated 
using a scale ranged from 1 (Strongly Disagree) to 
5 (Strongly Agree). 
4.0 Results and Discussion  
A total number of 63 respondents involved in this 
pilot survey, Table 4.1 presents the demographic 
characteristic of the respondents, 69.8% depicted in 
the table were males while the remaining 30.2% 
were females. Regarding the age group, 58.7% of 
the participants were in the age group of 31-40 
years. Based on the findings, the respondent was 
mostly Muslims with 63.5%, and the table also 
revealed that majority of the respondents in the 
sample are Hausa/Fulani with 46%. Additionally, 
in terms job position, the Table shows that 54% of 
the participants were on the rank of Manager I, and 
regarding the job tenure, 54% of the participants 
spent 1-5 years working in the organisation. 
Finally, Table 4.1 also shows a high proportion of 
the respondents were master’s degree holders, 
which accounted for 54%. 
Table 4.1 Demographic Characteristics of the Respondents 
Demographic Profile 
 
Frequency Percentage 
Employees Gender Male 44 69.8 
 
Female 19 30.2 
 
Total 63 100 
    Employees Age 21-30 10 15.9 
 
31-40 37 58.7 
 
41-50 16 25.4 
 
Total 63 100 
    Employees Religion Islam 40 63.5 
 
Christianity 22 34.9 
 
Others 1 1.6 
 
Total 63 100 
Employees Ethnic Groups Hausa/Fulani 29 46 
 
Yoruba 15 23.8 
 
Igbo 10 15.9 
 
Others 9 14.3 
 
Total 63 100 
Job Position Manager I 34 54 
 
Manager II 26 41.3 
 
Senior Manager 3 4.8 
 
Total 63 100 
Job Tenure Less than 1year 17 27 
 
1-5years 34 54 
 
6-10years 12 19 
 
Total 63 100 
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Employees Qualification Doctorate Degree 1 1.6 
 
Master's Degree 34 54 
 
First Degree 28 44.4 
 
Total 63 100 
 
4.1 Factor Analysis 
Factor analysis was conducted in this research to cheek for intercorrelations among the variables, the 
Exploratory Factor Analysis (EFA) for those scales yielded a 2-factor structure for each variable with the 
standard fit. 
4.2 Content Validity  
Field (2009) described validity as method and data that are right. The initial draught of the questionnaire was 
pretested by asking experts to read go through it and see if there are any haziness which has not been noticed by 
the researcher. Experts consulted included senior lecturers, associate professors and professors in the School of 
Business Management, Universiti Utara Malaysia and Bayero University, Kano-Nigeria. Further, a few PhD 
students who are familiar with the situational context of the study were asked to test the clarity of the survey 
instrument. Additionally, some Senior managers in NNPC were also requested for their input. On account of 
this, some items were re-worded/re-phrased appropriately to measure the construct and also to be understood by 
the potential respondents. 
4.3 Reliability 
Cavana, Delahaye and Sekaran (2001) explained reliability as a measure that indicates the extent to which a 
measure is error free and hence offers consistent measurement across time and the various items in the 
instrument. In particular, PLS Algorithm was calculated to obtain the average variance extracted, composite 
reliability coefficients and the Cronbach's alpha coefficients. As suggested the composite reliability factor 
should be at least 0.7, the Average Variance Extracted (AVE) score should be 0.5 while Cronbach's alpha 
coefficient of 0.7 indicates that the instrument has a high-reliability standard (Fornell & Larcker, 1981; Hair, 
Black, Babin, & Anderson, 2010; Nunnally, 1978). 
Table 4.2 Reliability of the constructs 
  Latent variables   No of Items     AVE Composite Reliability Cronbach's Alpha 
PCFT 3 .766 .907 .845 
PCFR 3 .809 .927 .880 
SEH 5 .605 .880 .829 
SEL 5 .647 .901 .862 
MH 8 .718 .785 .758 
ML 6 .837 .952 .927 
MIH 8 .696 .931 .908 
MIL 2 .723 .839 .717 
CWBO 5 .582 .873 .820 
CWBI 5 .727 .928 .897 
Note: PCFT= Psychological contract fulfilment transactional, PCFR= Psychological contract fulfilment 
relational, SEH= Self-esteem High, SEL=Self-esteem Low, MH=Machiavellianism High, 
ML=Machiavellianism Low, MIH=Moral identity high, MIL=Moral identity low, CWBO= Counterproductive 
work behaviour Organizational and CWBI= Counterproductive work behaviour Interpersonal. 
Table 4.3: Latent Variable Correlations 
  LV      CWBI    CWBO      MH     MIH     MIL      ML    PCFR    PCFT     SEH     SEL 
CWBI .852 
         CWBO .715 .763 
          MH .746 .688 .847 
        MIH -.731 -.753 -.785 .834 
       MIL .760 .659 .547 -.730 .850 
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  LV      CWBI    CWBO      MH     MIH     MIL      ML    PCFR    PCFT     SEH     SEL 
  ML -.735 -.678 -.752 .791 -.573 .915 
    PCFR -.612 -.542 -.779 .688 -.606 .833 .899 
   PCFT -.624 -.621 -.789 .696 -.568 .817 .830 .876 
   SEH -.642 -.620 -.753 .689 -.606 .615 .657 .686 .779 
  SEL .521 .507 .718 -.567 .572 -.766 -.778 -.762 -.768 .804 
Note: PCFT= Psychological contract fulfilment 
transactional, PCFR= Psychological contract 
fulfilment relational, SEH= Self-esteem High, 
SEL=Self-esteem Low, MH=Machiavellianism 
High, ML=Machiavellianism Low, MIH=Moral 
identity high, MIL=Moral identity low, CWBO= 
Counterproductive work behaviour Organizational 
and CWBI= Counterproductive work behaviour 
Interpersonal. Diagonals (boldface) represent the 
square root of the average variance extracted while 
the other entries represent the correlations. 
5.0 Research implication  
This survey research has critical and several effects 
to develop and test the adequacy of the research 
instruments, assess the feasibility of a full study 
and finally to establish whether the sampling frame 
and technique are well efficient for further study. 
6.0 Conclusion 
In line with the preceding discussions, the purpose 
of this research is to conduct pre-tests on the 
validity and reliability of the research items before 
it is administered in the primary study. It shows 
clearly, from the results, that the internal 
consistency, reliability and discriminant validity of 
the constructs are achieved. The Average Variance 
Extracted (AVE), Composite reliability coefficients 
and the Cronbach's alpha coefficients for the 
respective constructs under investigation are all 
above 0.5 and 0.7. Thus, given the recognised 
threshold of 0.5 for (AVE) and  0.7 for Composite 
reliability and Cronbach's alpha coefficients,  it can 
be concluded that the entire constructs are reliable, 
and therefore, there was no need to remove any 
item. Thus, this pilot test provides an indication 
that the measures may have the required validity 
and reliability of value in measuring those 
variables. 
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